when it comes to understanding motivation and leadership at work'.
In their research, Haire, Ghiselli and Porter (1963) found that although the countries they studied showed more similarities than differences, the countries clustered around cultural lines. Hofstede (1991a) , for example, showed that leadership and management approaches are culturally contingent. Squires (2001) also concluded that culture and social factors are contingencies in a three-dimensional model of management. Broadbeck et al. (2000) , on the other hand, found that within the broad European clusters there were differences between countries, and that European countries clustered along the North/West (Germanic/Nordic/Anglo) versus the South/East (Latin) division. Koopman et al. (1999) reported the result of their GLOBE 1 study of 21 European countries which provided evidence for the assumption that preferred leadership can be differentiated by culture. This is similar to earlier studies which show that clusters of countries share similar leadership prototypes (for example, Haire, Ghiselli & Porter 1963; Ronen & Shenkar 1985) . Similarly, Hanges et al. (2000) found that their analysis revealed six factors: Charismatic/ Value-Based Leadership, Team-Oriented Leadership, Narcissistic Leadership, Participative Leadership, Humane Leadership, and Autonomous Leadership. Two of the factors (Charismatic/ Value-Based Leadership and Team-Oriented Leadership) were universals contributing to effective leadership, while the other four factors were more culture specific. Therefore as Den Hartog et al. (1999) explained, using national borders as cultural boundaries may not be appropriate as many countries have large sub-cultures.
A small number of studies incorporating cultural contextualization have been carried out in Malaysia (see for example Gupta & Suliaman 1996; Hofstede 1991b; Karande, Rao & Singhapakdi 2002; Kennedy 2002; Lim 2001; Mansor & Mohd Ali 1998; Pearson & Entrekin 1998; Saufi, Wafa & Hamzah 2002; Schermerhorn 1994) . Most of these studies have dealt mainly with a national emphasis and have not seriously looked at sub-populations of the country as contributors to managerial values. Kennedy (2002) , reporting on the GLOBE study in Malaysia titled 'Leadership in Malaysia', misinterpreted the values of Malaysian Malays as surrogate measure for values of Malaysian managers, thus ignoring the role and contributions of the Malaysian Chinese and the Malaysian Indians to leadership in Malaysia. The paper nevertheless provides a historical, economic and social context for Malaysian culture-based studies. It also provides insights to the Malaysian Malay manager. Some of the findings of the Kennedy study are supported in the current study, as explained later in this paper. The study 'Ethical Orientation of Managers in Malaysia' by Gupta and Suliaman (1996) failed to contextualize its findings within a cultural framework; rather, it interpreted the results from a study of 381 managers as a composite data set, reporting only ethnic percentages. The Karande et al. (2002) study, on the other hand, purports to examine cross-cultural moral philosophies of marketing managers in America, Australia and Malaysia but fails to explain the influences of subcultures in its analysis. Again only composite national profiles are reported.
This paper hopes to redress the lack of attention to the influence of sub-cultures, namely the three large ethnic groups that make up the majority population of Malaysia, in the search for what constitutes excellence in leadership in Malaysia.
At this point some clarification of terminologies in this research is appropriate. Leadership in this research is seen as 'the ability to influence people and get them to do what the leader has envisioned ' Abdullah (2003: 62) . This definition, by a prominent Malaysian academic, captures the view of Malaysian managers on leadership. It highlights the relationship of the leader to the followers. The leader is seen as a person who has a vision and is entrusted with power to influence people to perform at higher levels. In our paper leadership is seen to complement management but is not a substitute as suggested by Kotter (1990) . Kotter (1990:103) states that 'leadership and management are two distinctive and complementary systems of action … Both are necessary for success in an increasingly complex and volatile business environment.' Kotter supports the concept of leader-manager where management is about coping and complexity while leadership is about coping with change.
The term 'excellence' is used here in its standard definition of surpassing others in accomplishment or achievement (Taromina & Selvarajah 2005) . In this paper, excellence is examined in terms of the behaviours used by someone in a leadership position, rather than in terms of personal traits or characteristics. This perspective allows both theorists and practitioners to identify behaviours that allow a leader to achieve excellent performance (without excluding the possibility that one might possess an excellent character). For the purpose of this research, a person is said to belong to an ethnic group if the person shares common ancestral, linguistic and cultural origins . In this study the three major ethnic subgroups in Malaysia are the Chinese, the Malays and the Indians.
ETHNICITY AND CULTURAL CONTEXTUALISATION IN MALAYSIA
Malaysia is a multi-racial country with a population of about 23.27 million people (Malaysian Census 2000) , consisting of Malays, (65.1%), Chinese (26%), Indians (7.7%) and others (1.2%). The Malay Archipelago is at the confluence of two dominant nations: China in the east and India in the west. Cultural and religious exchange from the Spice Route period has provided a rich culture in this part of Asia. The seafarers from India brought Buddhism, Islam and Hinduism and the Chinese brought Taoism and Confucianism to the Malay Archipelago. With Portuguese colonization in the sixteenth century followed by the Dutch in the eighteenth century and the British in the nineteenth century, Christianity and western political and economic institutions were also introduced. Prior to attaining independence from the British in 1957, Malaysia was occupied by the Japanese for more than three years during World War II. Following independence, mass migration to Malaysia in the form of indentured labour and people seeking economic gain, mainly from India and China, ceased. With independence, the Malaysian society retained its separate ethnic cultures at the societal and political levels. The Malaysian managers, though they come from culturally distinct backgrounds, manage a workforce that is multicultural. This rich history and the multicultural nature of the society provide the backdrop to understanding the cultural imperatives that influence management practice in Malaysia. Asma Abdullah, a specialist in intercultural management in Malaysia, contextualizes Malaysia as a unique country in that although it is 'multiracial, multi-ethnic, each ethnic group has been able to retain its fundamental beliefs and traditions' (Schermerhorn 1994: 54) .
This study highlights the importance of recognizing and adapting to the cultural dimensions of the three main ethnic groups in Malaysia when working in Malaysia. Chin (2002: iii) explains that in a plural society like Malaysia, 'the leader has to recognize the different cultural underpinnings of each community.' However, although there is very little cultural homogeneity, there are values that can be considered as contributing to a 'Malaysian identity'. Asma Abdullah, said in an interview with Professor John Schermerhorn (Schermerhorn 1994: 53) that, while maintaining cultural distinctiveness, the common shared values of the Chinese, Indians and Malays in Malaysia are 'collectivism, respect for elders, harmony, face and religious orientation'. Tolerance, cultural empathy, and respect for religious and social behaviour are some of the tenets that support the nation's motto 'Unity in Diversity'. Maintaining this national concept can be difficult and requires delicate balancing of government policies, as was evident in the Black Friday incident of May 13 1969, when racial riots broke out after the country's national election, mainly between the Malays and the Chinese, over the government's economic polices. The Malays blamed the government for not addressing the economic imbalance between the races and the Chinese blamed the government for favouring the Malay race. Since then the government has implemented socio-economic policies and laws in support of maintaining a harmonious society based on a national ideology, the Rukunegara pillars of society (Selvarajah 1991: 14) . The Rukunegara are principles based on social cohesion and were developed for the purpose of unifying the country. In tight cultures (Triandis 2004: 92) such as Malaysia, there are rules that govern social behaviour so that 'people do the right thing at the right time and can thus interact smoothly and with little interpersonal conflict'.
Given the dynamics of ethnic differences in the workplace, Asma Abdullah is of the view that the synergy in the Malaysian workplace comes from a lot of 'give and take' (Schermerhorn 1994: 55) . Respect for authority is an all pervading dimension of leadership excellence in Malaysia.
Based on the above historical understanding and the government's policies on maintaining strong ethnic orientation in the country since independence in 1957, the following two hypotheses are forwarded for testing:
H1:
In Malaysia excellent leadership is regarded as a multi-faceted construct.
H2: Ethnicity has a significant effect on the study of the dimensions that relate to excellence in leadership in Malaysia.
As explained by Sharif (1997: 7) , the deeply rooted Asian values, the overlay of colonial systems and values, the government's 'Look East' policy, and the influence of management methods of the multinational corporations (MNCs) have all contributed to a Malaysian management style which is an 'amalgamation of both the best of the eastern culture and western management philosophy'. The question then arises whether there has been a convergence of behavioural values to create what can be considered a 'Malaysian manager'.
The view of Hamzah, Madsen and Thong (1989) is that in comparison to the hard skills in management, which is a learnt behaviour based on knowledge predominantly from the west, it is the 'softer' skills based on human relations, such as personal judgment, intuition and sensitivity, that give insight into managerial dimensions. The same view is also echoed by Abdullah (2003) . Therefore, to apply solely western concepts of management will not be effective in a plural society, in particular an eastern society with a multitude of cultures and religions. The concept of productivity requires motivation from employees, and this in turn means the manager must be able to communicate with subordinates. Hence, managers who are detached from the traditions, values and beliefs of the society in which they operate cannot effectively manage their subordinates. Clearly-defined human relations' principles are essential in a plural society where managers deal with people from backgrounds that are diverse racially, culturally and religiously. In multicultural Malaysia, people of many ethnic origins live in relative harmony with other ethnic groups while maintaining their own unique identity and culture (Abdullah 1996: xiii) . While they differ in certain rituals, religions and symbolic expressions, the common denominator is their deep-seated values, among which are the following:
• Respect for elders • Harmonious relationships • A religious orientation • Collective orientation or 'we more than I' • A concern for face saving. Hofstede (1991b) In regard to Hofstede's (1984) research, Lim (2001: 210) speculates that the data collected between 1967 and 1972 for Malaysia has come mainly from one ethnic group -the Malaysian Chinese. In 1970, the Malaysian Chinese made up seventy per cent of the workforce in the secondary and tertiary sectors (Malaysia 1991). Puthucheary (1985) states that the educated Malaysian Malays, at the time of the IBM survey, were mostly employed in the government services. However by 1990 the Malaysian Malay participation in the secondary and tertiary sector employment had increased to fifty four percent while the Malaysian Chinese participation had fallen to thirty six per cent with the balance made up mainly by the Malaysian Indians (Strait Times 2000) . Though the changing ethnic mix is important when dealing with a multicultural community, what is important is understanding the values of the ethnic groups. Sendut (1990) and Abdullah (1992 Abdullah ( , 2001 ) suggest that Malaysians of different ethnicities have maintained different cultural values and behavioural norms. Pye (1985: 250) characterised the Malaysian Chinese as urbanites, business oriented, committed to self improvement and having strong family ties. The Malays are characterised as individuals who prefer service careers in the government, are easy going in social relationships, tolerant of divorce and 'contemptuous of merchants'. Also, in a recent study by Ahmad , Malay and Indian managers preferred strong leadership with participative style of management while the Chinese managers preferred the delegating style.
Thus to be an effective manager in a plural society such as Malaysia, a manager must have a multicultural orientation based on the understanding of the values of the above three major ethnic groups. The following hypothesis is thus forwarded for testing:
H3: Living in a plural society, the Malaysian manager is one who has a good understanding of the values of a multicultural workforce. Selvarajah, Duignan, Nuttman and Suppiah (1995) , under the ASEAN Perspectives on Excellence in Leadership (APEL) program, developed 94 'Excellence in Leadership' behavioural value statements and ranked the ten most important statements in terms of leadership excellence. This work was carried out with the assistance of research associates from the five founding countries of the Association of South East Asian Nations (ASEAN): Indonesia, Malaysia, Philippines, Singapore and Thailand. Similar to the process used by House et al. (1997) , to minimize cultural bias, Selvarajah et al. (1995) used Q-sort to select the Excellence in Leadership value statements and ranked the statements in the four categories of Personal Qualities (PQ), Managerial Behaviour (MB), Organizational Demand (OD) and Environmental Influence (EI).
MEASURES
In their study, Taromina and Selvarajah (2005) performed a factor analysis on the above 94 behavioural statements using importance ratings on a one to five ordinal scale by 289 managers from the five ASEAN countries. They concentrated on a composite profile to draw out the cultural factors that explain leadership behaviour in ASEAN. In particular they considered the impact of eastern (Confucian) and western (strategic) influences on the cultures of the five founding ASEAN countries. Factor analysis of their results revealed that excellence in leadership behaviour in the ASEAN countries clustered around four factors: Consideration for Others, Progressive Stability, Strategic Thinking, and Trust in Others. Multivariate comparisons across nations showed Indonesia to have the highest and Singapore the lowest scores on Consideration for Others. The Philippines had the highest importance scores on Progressive Stability, Strategic Thinking, and Trust in Others. Multivariate regression revealed Consideration for Others to be the principal predictor variable related to a leader's personal qualities and managerial behaviour, while Strategic Thinking was the main predictor of leadership variables related to organizational demand and environmental influences.
In another paper, Selvarajah and Meyer (2006) developed scales for the importance of Excellent Leader (EL), Personal Qualities (PQ), Managerial Behaviours (MB), Organizational Demands (OD) and Environmental Influences (EI) for a sample of 292 Malaysian managers. The work of Selvarajah et al. (1995) provided the basis for these scales but certain improvements were introduced. In particular, in order to ensure that the 'Excellent Leader' construct was distinct from each of the other four scales, the 'Excellent Leader' statements were not included in any of the other four scales. In addition, likely high-scoring items from the Klang Valley survey were included and items that reduced the reliability and validity of the scales, as measured by Cronbach's alpha and Confirmatory Factor Analysis, were removed.
Average summated scales were constructed for each of the five constructs: (EL), (EI), (MB), (OD) and (PQ) and Multivariate Analysis of Variance was used to test the significance of gender, ethnicity and age effects. A significant result was obtained for ethnicity and Univariate ANOVA tests showed significant ethnic response differences for all the scales, with Indian and Malay managers attributing higher importance to the constructs than the Chinese managers. The result for Managerial Behaviour was surprising in the light of Pye's (1985) observation that Chinese managers in Malaysia are more business oriented than Malay managers.
In the current study, responses to the same 94 behavioural statements are considered for the same 292 Malaysian managers considered in Selvarajah and Meyer (2006) , with factor analysis performed separately for six statement categories: Excellent Leader, Managerial Behaviour, Personal Qualities, Environmental Influence, Organizational Demand and Multicultural Orientation. The Multicultural Orientation category has been added in order to allow the third hypothesis to be addressed. The purpose of this study is to investigate the existence of sub-constructs for each of these statement categories and to develop a model for leadership excellence in terms of the resulting underlying constructs. The resulting measures and model will be used to compare the leadership excellence perceptions of the majority ethnic groups.
RESEARCH METHOD Sample
The research population of Malaysian managers was studied using a random sample obtained from 30 organisations identified in the Klang Valley. Questionnaires were distributed and respondents were given the choice of posting the questionnaire in a reply-paid envelope or depositing the questionnaire in collection boxes placed strategically in the offices. Neither the respondents nor their organizations were required to be identified. A total of 600 'Excellence in Leadership' questionnaires were distributed and 320 questionnaires were returned. Of these 292 were useable, giving a 48.6 per cent effective return rate. Responses were sought on a one to five importance scale for each of the 94 Excellence in Leadership behavioural value statements.
Of the sample, 67. 
Procedure
The 292 manager responses to the 94 value statements were on a 1 to 5 scale, with 5 indicating extreme importance in terms of leadership excellence and 1 indicating no importance. These responses were analysed using exploratory factor analysis in order to identify any sub-constructs in the constructs previously studied by Selvarajah and Meyer (2006) and to define a new construct, for multi-cultural orientation, in order to address the third hypothesis. Kaiser's (1959) rule, Cattell's (1966) rule and Horn's (1965) parallel analysis procedure were used to determine the optimum number of factors. When more than one factor was required, principal axis factoring was used to extract factors, with a promax rotation. Items that did not load on any factor were removed, as were items loading strongly on more than one factor. As suggested by Hair et al (1998) , correlations of above 0.3 were considered to be significant. In all cases the final factor patterns showed a simple structure, which allowed the factors to be named. The validity of the resulting factors was assessed with a confirmatory factor analysis, requiring normed chi-square values (CMIN/DF) of below 3, a goodness of fit index (GFI) of above 0.90 and a root mean square of approximation (RMSEA) of less than 0.08. The full measurement model was checked for discriminant validity in order to confirm that all statements loaded strongly on only one construct.
Scales with Cronbach's alpha of above 0.50 were then developed for each of the factors. This low level of reliability is permitted in studies of an exploratory nature such as this (Hair et al. 1998) . A hierarchical regression was employed in order to perform mediation tests for the relationship between Excellent Leader and the other scales and a structural equation model was developed as a result of this analysis and a chi-squared test was conducted in order to determine whether the same model parameters were appropriate for Chinese and Malay managers. Finally, these scales were compared for the three ethnic groups using MANOVA with Post Hoc comparison of means. Analyses were performed using SPSS version 13 and AMOS version 5.
RESULTS
The analysis was conducted in three stages. First, exploratory and confirmatory factor analysis were used to establish eleven excellence in leadership domains (scales) from the behavioural value statements. In the second stage multiple regression analysis and Structural Equation Modelling (SEM) were employed to develop a model for the perceived importance of leadership excellence. This model provided support for our first and third hypotheses, quantifying the relationships between Leadership Excellence and its ten subconstructs. Finally, in the third stage, multivariate analysis (MANOVA) was used to test the hypothesis that ethnicity has a significant effect on the dimensions that relate to excellence in leadership in Malaysia.
Excellent leader
Using the items identified by Selvarajah et al. (1995) and Selvarajah and Meyer (2006) , a principal component analysis suggested that there was only one underlying construct for identifying an excellent leader, confirming the approach of Selvarajah and Meyer (2006) . The eigenvalues for the second and third components were very close to one (1.025 and 1.000) but the scree plot and a parallel analysis confirmed that these eigen-values were not associated with real constructs. Only thirty-three per cent of the variation was explained by the first component described in Table 1 , suggesting a high degree of measurement error for the Excellent Leader scale. However, confirmatory factor analysis confirmed the validity of this construct (CMIN/DF = 2.629, GFI = 0.951, RMSEA = 0.075). In Malaysia, the key behaviours of an excellent leader are therefore a drive for continual improvement, strategic vision, recognition of good work, enthusiasm, confidence, honesty and motivational ability.
Environmental influence
Again using the items identified by Selvarajah et al. (1995) and Selvarajah and Meyer (2005) , a principal component analysis suggested that there was only one underlying construct for Environmental Influence, again confirming the approach of Selvarajah and Meyer (2006) . The eigenvalues for the second and third components were less than one and the scree plot and a parallel analysis confirmed that these eigenvalues were not associated with real constructs. Forty-one per cent of the variation was explained by the first component described in Table 2 , again suggesting a high level of measurement error. However, confirmatory factor analysis also confirmed the validity of this construct (CMIN/DF = 2.431, GFI = 0.975, RMSEA = 0.070). The construct of environ mental influence can therefore be regarded as a strategic ability focusing on the environment, particularly in regard to technological advancements, political, economic, legal and international perspectives.
Managerial behaviour
Principal component analysis suggested that there was more than one underlying construct for Managerial Behaviour. As shown in the Figure 1 scree plot, there were five eigenvalues above one in this case. However, when 500 sets of random data were generated with the same number of observations and the same number of variables, the average eigenvalues exceeded one of the above eigenvalues, suggesting that there were only four underlying constructs. These four components explained fifty per cent of the variation in the data. The slopes in the scree plot for the eigenvalues confirmed this decision, indicating that four constructs supported the Managerial Behaviour construct developed by previous authors. When a principal axis factoring method was run with a promax rotation it was found that one of the items (persuade others to do things) loaded poorly on all four factors and a few of the items loaded on more than two factors. After removing four items, including 'persuade others to do things' the following simple pattern matrix was obtained. Confirmatory factor analysis supported this four dimensional model for managerial behaviour (CMIN/DF = 1.817, GFI = 0.930, RMSEA = 0.053).
Factor 1 measures the importance of a benevolent authoritative approach to management.
Factor 2 measures the importance of decisionmaking skills.
Factor 3 measures the importance of a logical approach to management
Factor 4 measures the importance of delegation.
In this four-dimensional model for managerial behaviour, a leader with a benevolent authoritative approach is one who is formal when dealing with employees, who initiates and takes risks and instructs employees on the how, what and specifics of problem solving. An authoritarian leader will also allow subordinates authority and autonomy, will try different approaches to management and will keep up-to-date on management techniques. A leader with decision-making skills is one who is decisive and makes prompt decisions. A leader who has a logical approach to management makes sound decisions, has a clear understanding of employee competence and is consistent when making decisions. A leader who believes in delegation will be objective and will not hesitate to consider suggestions from employees (see Table 3 ).
Organizational demand
Principal component analysis suggested that there was only one underlying construct for Organizational Demand, explaining thirty-one per cent of the variation. The second eigenvalue was only just above one (1.17) and the scree plot and parallel analysis confirmed that this was not high enough to justify a second factor. This was confirmed when a two-factor analysis produced a factor loading strongly on only one item, supporting the unidimensional approach of Selvarajah and Meyer (2006) in the case of organizational demand. However, like Excellent Leader and Environmental Influence, this factor had a high level of measurement error. Again confirmatory factor analysis confirmed the validity of this model (CMIN/DF = 2.442, GFI = 0.962, RMSEA = 0.070). The managerial characteristic of Organisational Demand can therefore be principally measured by a leader's tendency to be an organisational person, supporting the decisions of others, sharing power and acting as a team member (see Table 4 ).
Personal qualities
Principal component analysis suggested that there was more than one underlying construct for Personal Qualities. As shown in the Figure 2 scree plot, there were four eigenvalues above one in this case. However, when 500 sets of random data were generated with the same number of observations and the same number of variables, the average eigenvalue exceeded one of the above eigenvalues, suggesting that there were only three underlying constructs. The slopes in the scree plot for the eigenvalues confirmed this decision. Therefore only three factors, explaining forty- nine per cent of the variation in the data, were selected. When the principal axis factoring extraction method was used with a promax rotation it was found that 'Write clearly and concisely' did not load significantly on any factor and 'Be dependable and trustworthy' loaded strongly on two factors. When these items were removed the following pattern matrix was produced. Factor 3 measures the importance of a pragmatic approach while factors 1 and 2 measure the importance of communication and trail blazing in a leader. Confirmatory factor analysis confirmed the validity of this three-dimensional model for personal qualities (CMIN/DF = 2.721, GFI = 0.904, RMSEA = 0.077).
Factor 1 measures the importance of being a good communicator.
Factor 2 measures the importance of being a trail blazer.
Factor 3 measures the importance of pragmatism.
In this three-dimensional model for personal qualities, a good communicator is one who speaks clearly and concisely, maintains informal relationships with employees outside of work, takes a moral stand when expressing views, treats people with respect, has a sense of humour, deals calmly in tense situations and is a good listener. A trail blazer is one who sets the pace at work, is consistent when dealing with people and does not hesitate to accept responsibility for mistakes. A pragmatic person is one who is practical, compassionate, and works long hours when necessary.
Multicultural orientation
The third research hypothesis in this study required the investigation of a fourth construct entitled Multicultural Orientation. Six of the 94 statements including the statement 'Have a multicultural orientation' appeared to address this topic. These statements, shown in Table 6 , suggested a single factor explaining thirty-six per cent of the variability. Confirmatory factor analysis confirmed the validity of this model (CMIN/DF = 1.797, GFI = 0.990, RMSEA = 0.057). The multicultural orientation of Malaysian managers is therefore best measured by their long-term perspective, their empathy and respect for other peoples and other cultures, and in behaviour which is true to religious beliefs.
Structural equation modelling
The above analyses and the ensuing check of the full measurement model for discriminant validity have supported the validity of our eleven constructs, thereby permitting the construction of averaged scales. As shown in Table 7 all these scales produced Cronbach Alpha values in excess of the minimum value of the 0.50 required in an exploratory study. Using these scales regression analysis was used to determine the form of a structural model for Leadership Excellence. Table 7 shows significant correlations between all the scales; however, very few of these correlations exceed 0.70 and must therefore be considered weak (<0.4) or moderate (0.5-0.7) in magnitude. Importantly, all the correlations with Excellent Leader are moderate to strong in magnitude and all are positive, suggesting that ten important leadership dimensions have been identified. The regression in Table 8 explains 73.2 per cent of the variation in the leadership scale.
The tolerance values all exceed 0.3 and the variance inflation factors are all below ten, indicating that multicollinearity is of no concern for this model (Hair et al. 1998) . This means that the coefficients in Table 8 are reliable.
The influence of Environmental Influence, Trail Blazer and Pragmatism is not significant in the final model, although initial correlations with leadership excellence were significant. This means that the influence of these variables on leadership excellence is indirect rather than direct. This mediation model is illustrated by the path diagram in Figure 3 Table 9 shows that the Communication behaviour is particularly well supported by a pragmatic and, to a lesser extent, an environmental 
ETHNIC DIFFERENCES
Having determined that Leadership Excellence is a multi-faceted concept with at least ten subconstructs, ethnic differences in terms of these sub-constructs are now considered. A MANOVA test for all eleven scales showed significant differences among the ethnic groups (Wilks = 0.851, F(27,286)=1.649, p=0.021). Box's test of equality of covariance matrices (F(90,5397) = 1.156, p = 0.15) and normal probability plots confirmed that the MANOVA assumptions were valid. As indicated in Table 10 , for all but one of the scales, multi-cultural orientation, there were significant differences between the three ethnic groups, with Chinese managers scoring less than the Indian and Malay managers in all cases. Of particular interest is the relatively low importance of the Multicultural Orientation construct, suggesting that the managers of the three ethnic groups attach low priority to values pertaining to multicultural orientation. Also of interest are the relatively high scores for Environmental Influence and Trail Blazer, suggesting that these are the most important behaviours in a leader.
DISCUSSION
The Excellent Leader construct is supported by ten dimensions, producing a composite national measure of excellence in leadership, supporting our first hypothesis. Kotter's (1990) coping and complexity view of management and we term these as Operational Behaviours. Figure 3 therefore seems to suggest that the strategic orientation of Malaysian managers needs to be channelled through the operational behaviours of the managers on a day-to-day basis. However ,  Table 10 has shown that Environmental Influence and Trail Blazer are considered the most important behaviours of an excellent leader, so this strategic element of leadership is crucial. The relationship in Figure 3 tells us that in studying excellence in leadership in Malaysia, Strategic Orientation, a strong Asian value concept, influences the complex combination of Operational Behaviours in the Malaysian environment. Therefore in understanding the Excellent Leader in Malaysia, it must be recognised that the operational behaviours of the leader are influenced by strategic orientation.
The measures in the Environmental Influence construct highlight the changing nature of managerial work and the importance of keeping abreast of emerging technologies to maintain organisational competitiveness. As electronic communication becomes more important, leaders have to adjust their behaviour to suit changes in the work environment created by new technologies. The study also suggests that leaders have to seek out more opportunities externally, have to be internationally focused, socially and environmentally conscious, and have to use economic indicators for business planning purposes. These measures influence the way authority is accepted in the Malaysian organisations, how management communication takes place, how managers respond to the goals, objectives, structures and issues in the organisation, and how managers delegate.
The Trail Blazing construct sets the pace at work, recognising that there is a need for consistency when dealing with people and a need to accept responsibility for mistakes. This construct influences the way authority is practiced and delegated, how managers respond to the goals, objectives, structures and issues in the organisation, and how logical decisions are made.
The Pragmatism construct highlights the need for being practical, compassionate and working long hours when necessary. Pragmatism, as a construct, influences all the Operational Behaviours that the Environmental Influence and Trail Blazing constructs influence, but, in addition, the Pragmatism construct also influences how decisions are carried out in the organisation.
The results in this study also support the second research hypothesis in that there are significant ethnic differences in regard to the dimensions underlying leadership excellence. Only in the case of Multicultural Orientation are the ethnic differences insignificant. For all other constructs Chinese managers attribute less importance than Indian or Malay managers. The greater importance attached to authoritative values by Malay and Indian managers confirms the results of and Swierczek (1991) . The other differences can perhaps be explained by Pye's (1985) description of Malaysian Chinese as naturally business oriented and committed to self improvement, reducing the importance that Chinese managers attach to leadership and to management in the work place. In particular this may make the Chinese managers less reliant on authority based leadership in their working environment.
There is also some support for our third hypothesis in that Multicultural Orientation has a significant positive relationship with Excellent Leader. There is a direct relationship between this construct and Leadership Excellence. However, for all ethnic groups, the mean values for Multicultural Orientation are much lower than those of the other constructs contributing to leadership excellence, suggesting that a multicultural orientation is considered to be a relatively unimportant part of leadership excellence by Malaysian managers. These results suggest that Malaysian managers may not have a good understanding of the values of a multicultural workforce. However, we believe that more research is required to explain this phenomenon as there may be other factors influencing the responses of the Malaysian managers.
The findings in this study contribute to the increasing need to consider the influence of cultural variables on organizational behaviour. Leadership has been looked at from a universal point of view and often seen as American in context. Very few studies have been conducted in ASEAN or individual nations of ASEAN. The interpretation in the study clearly suggests that ethnicity is an important cultural variable in explaining the leadership attributes required to manage a multicultural workforce in Malaysia. In interpreting leadership behaviour in the Malaysian organizational context, the ethnic composition of the workforce and the ethnicity of the manager are important because different ethnic managers may emphasize different skills as being important to excel as a leader. The question than arises whether there has been a convergence of behavioural values to create what can be considered a 'Malaysian manager'. A longitudinal study is required in order to address this question.
There are a number of limitations in this research. The insufficient number of managers of Indian and Malay origin has prevented a robust manipulation of the data. In particular no structural analysis comparison could be performed for the separate ethnic groups, in order to test whether ethnicity moderates the relationships shown in Figure 3 . However, the Indian, Malay and Chinese subsamples were compared using a MANOVA analysis. Secondly, this study was conducted in the Klang Valley, the most prominent industrial hub of Malaysia and the finding of this study may not be generalizable to Malaysia as a whole, though the region attracts workers from other regions of Malaysia. Thirdly, like many multicultural societies, inter-marriage in Malaysia is on the ascent and children from a mixed parentage may also influence an ethnic study. Fourthly, the research did not account for the dynamics of family owned businesses which could also influence responses to the statements. Despite these limitations this research has produced a useful model for Leadership Excellence, with Strategic Orientation driving Operational Behaviours. In addition the study has shown that there are significant ethnic differences in regard to the importance of Leadership Excellence and all but one of its constituent components. The low importance attached to a Multicultural Orientation by all three ethnic groups is of interest, deserving of further investigation.
Endnote 1 The Global Leadership and Organizational
Behaviour Effectiveness (GLOBE) program, conceived by Robert House in 1993 and now led by an international GLOBE coordinating team (GCT), studies the convergence and divergence of leadership attributes, behaviour, and organizational practices across cultures (Koopman et al. 1999 ). Similar to this study, the culture and leadership items in the GLOBE study has been Q-sorted by sorters from different cultures, and in this way items that are not culturally acceptable are dropped (House et al. 1997a ).
